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REPORT 
‘Working Together’ – The Inaugural Workforce Strategy 
Edinburgh Integration Joint Board 

8 February 2022 

Executive 
Summary 

The purpose of this report is to provide the Edinburgh 
Integration Joint Board with an overview to the 
development of the inaugural workforce strategy; 
‘Working Together’. 

Recommendations It is recommended that the Edinburgh Integration Joint 
Board consider and approve the draft workforce strategy: 
Working Together, along with its associated 
submissions. 

Directions 

Direction to City 
of Edinburgh 
Council, NHS 
Lothian or both 
organisations 

No direction required  
Issue a direction to City of Edinburgh Council 
Issue a direction to NHS Lothian 
Issue direction to City of Edinburgh Council & NHS Lothian 

Report Circulation 

1. This report has not been circulated to any other groups or committees.  Drafts of
the Working Together strategy have been considered by the Programme Board
and the Transformation Portfolio Board with the Strategic Planning Group
receiving an update on progress.
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Main Report 

Background 

2. In late summer of 2020, the Integration Joint Board (IJB) agreed the
Transformation Programme, including a workstream on workforce.  The
Transformation Portfolio Board agreed that, in line with this, a workforce strategy.
This would sit within the remit of the Transformation team, supported by other
key personnel.

3. A small project team was formed to lead the overall development of the strategy,
linking with a newly formed Programme Board whose membership was formed
from key professional and service leads across the Edinburgh Health and Social
Care Partnership (the Partnership) as well as external partner organisations.
Further engagement was also sought from partnership and trade union
representatives.

4. In developing the workforce strategy, the project team would periodically report
to the Transformation Portfolio Board as well as the Strategic Planning Group.

5. It was agreed that the workforce strategy would be entitled Working Together.

Approach

6. Working Together’ is the IJB’s inaugural workforce strategy and describes how
we will create the workforce we need to deliver our vision of a ‘caring, healthier
and safer Edinburgh’.

7. Its purpose is three-fold:

a) Plan to ensure the requirement of a skilled and capable workforce;
b) To support the delivery of our strategic priorities; and thus
c) Be able to provide the health and social care needs of the citizens of

Edinburgh

What was our brief? 

8. The programme board progressed the strategy through a series of workshops
and gave the project team a clear directive to develop a document that was:

• High level in nature
• Short and succinct
• Visually appealing

Who is this strategy for? 

9. While the development of the workforce strategy is primarily aimed at the
workforce needs of the Partnership, it also recognises the possible implications
on our wider workforce (3rd sector, independent sector, carers, volunteers etc).
Therefore, it was important that external partners had the opportunity to engage
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and influence its development.  The initial short-term outcomes focus on the 
internal workforce; however, it is acknowledged that in the medium to long term, 
a broader focus will be required. 

Our Key Strategic Workforce Priorities 

10. Initial work centred on workshops with the programme board to take on board
thoughts and comments on the necessary building blocks for our inaugural
strategy.  This information was further enhanced as part of wider engagement
work in the form of focus groups and the use of an on-line survey.

11. From the analysis of the information and data gathered, 4 key strategic workforce
priorities were identified, these being:

• Health & wellbeing
• Culture & identity
• Workforce capacity & transformation
• Leadership & development

12. For each of these key priorities, several key commitments and a series of specific
actions were also identified (Appendix 1).

Challenges 

13. As part of developing the on-line survey, a Data Protection Impact Assessment
(DPIA) was required to be completed and approved.  Navigating through this
legislative requirement proved complex and time consuming at a time when the
project team were looking to engage and seek feedback from staff.

14. Further IT challenges were identified when testing the on-line survey on both City
of Edinburgh Council’s (CEC) and NHS Lothian’s (NHSL) websites.  Initially, the
survey was not available to both, however as data sharing agreements exist
between CEC and NHSL, this issue was eventually overcome.

15. Given the IT infrastructure in place for both NHSL and CEC staff, most individuals
were able to readily access the on-line survey.  However, some staff do not have
ready access to the technology to allow them to easily access on-line material.
In these cases, information about the survey were relayed via text message
along with the web link, on the basis that staff would then access through their
own/ home devices.  Paper copies for wider distribution were considered but this
proved challenging due to the COVID implications.  Service leads were
instrumental in overcoming these hurdles.

16. A further challenge remains in the developing the final strategy document that
meets the ‘accessibility’ requirements for all formal public sector documents that
doesn’t distract from our original brief.  Our communications team are supporting
us in this regard.
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17. Access to readily available workforce data for the whole of the workforce was a
further challenge.  Data is extracted from both Council and NHS Lothian payroll
systems which then required significant data cleansing.  Working with service
leads, professional leads and Partnership colleagues, significant work was
required in order to be able to present the data in the form of a workforce profile
for the Partnership.

Delivery 

18. It is proposed that the key strategic workforce priorities and commitments are
advanced through the formation of specific delivery groups (Appendix 2).
Membership of each group remains to be confirmed.  However, it is clear that
many of the requirements form part of work that is already mainstreamed and
ongoing and recognised as supporting key service objectives.  It is proposed that
the delivery of the workforce strategy is supported through an overarching
coordination role, responsible for overseeing the outputs of each of the delivery
groups.

Implications for Edinburgh Integration Joint Board 

Financial 

19. Investment in our workforce in order to build capacity will be inevitable, be that
in support of additional recruitment, staff development to improve retention as
well as support for the broader workforce aspects of wellbeing, working culture
and identity.

Risk implications 

20. The risk of doing nothing remains potentially catastrophic:
• The need to ensure future workforce supply in the face of an aging

workforce with the potential loss of significant skills and experience in the
coming years.

• Currently we have very few staff under the age of 30, therefore without a
step change in our approach, we are unlikely to have the capacity to meet
future gaps/ needs going forward.

• The cost of sickness/ absence aligned to poor staff experience in the
workplace.

• Increasing reliance on external agencies to provide capacity which will also
significantly pressure operating budgets.

• Edinburgh’s population is projected to increase and with it will come further
demands for our services.  Without investment in our workforce there
remains a risk to the quality of/service provision in the future.

21. Building on staff feedback and ensuring future buy-in remains crucial for all
strategies.
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Equality and Integrated impact assessment 

22. Working Together goes beyond ‘just a numbers approach’ and identifies the
need for greater focus on matters of culture, identity and wellbeing each of
which will greatly impact positively on the equality agenda.

23. Each delivery group will be charged with undertaking an Integrated Impact
Assessment.

Sustainability impacts 

24. The level and quality of service delivery we aspire to can only be met through
our workforce.  Without a strategic approach to managing our future workforce,
it is likely that service delivery will become unsustainable.

25. The challenges across our workforce are well noted, therefore action at a
strategic level is a matter of urgency,

Consultation 

26. Formal consultation is not required however, we will work closely with our
partner organisations in positioning our strategy document and its outputs.

Report Author 

Judith Proctor  
Chief Officer, Edinburgh Integration Joint Board 
Contacts for further information: 

Name: Neil Wilson 
Email: Neil.wilson@nhslothian.scot.nhs.uk 

Name: Brionna Wilson 
Email: brionna.wilson@nhslothian.scot.nhs.uk 

Appendices 

Appendix 1 Proposed action plan 
Appendix 2 Proposed delivery plan 
Appendix 3 Working Together – PowerPoint presentation 



Theme
Commitments
- We pledge to:

Actions
- In order to achieve the commitment, it is suggested that we will:

What does “Health & 
Wellbeing” mean to EHSCP?

Value every member of staff Identify Wellbeing/trauma champions

Implement an agenda for the Staff wellbeing steering group
Continue to create a sense of trust, value and a feeling of belonging across all 
teams

Be a supportive and responsive employer to the needs of each employee

Ensure accessibility for all staff, including to health and wellbeing opportunities

Work-life balance
Promote a positive work-life balance for all staff, and ensure 
leaders act as role models to achieve this

Ensure regular workload and wellbeing reviews for all staff

Ensure staff have clear job plans with realistic expectations set around task and 
workload
Set shared expectations and culture for (out of hours) work communications & 
responses
Establish line manager training to encourage proactive and creative approaches 
towards work-life balance
Acknowledge and put steps/resources in place to overcome any service delivery 
consequences of improving staff's work-life balance
Embed the importance of work-life balance into health and wellbeing support 
networks

Ways of working / Flexible 
working choices

Continually listen to our staff and ask questions so we can promote 
a positive, healthy and safe working culture

Incorporate flexible/different ways of working across our services

Encourage managers to consistently talk to their staff about taking time to look 
after themselves, and allow that time in their workload
Continue to engage with staff to support the ongoing delivery of the workforce 
strategy

Commit to building resilience across our workforce, to help 
manage and adapt to change

Implement back-to-work policies consistently, and ensure that staff feel they are 
able to come back to work from illness fully supported

Ensure all tiers of management across the Partnership are aware and advocate 
the messages within the health and wellbeing support networks

Develop peer to peer staff networks where they do not exist, and map out 
existing networks across CEC and NHSL
Promote that there is time at work allowed for conversations to support each 
other

Mental Health awareness & 
support

Promote positive mental health, and support employees with their 
mental health

Expect senior staff to step up as role models and open conversations on mental 
health

Create opportunities and support staff to attend mental health training – for 
themselves, and also how to identify and support mental health in their team

Review the occupational health questions asked of new starters by both NHS 
and CEC 

Access to Health & Wellbeing 
resources

Ensure that equal resources are available to all staff Improve access to resources, including training and workshops

Resolve technology issues preventing access
Provide health and wellbeing training to help staff manage work-life balance and 
ongoing life pressures
Connect with National Programmes to help shape our approach to the ongoing 
health and wellbeing needs of our workforce
Develop a single integrated point of contact for staff to access appropriate 
health and wellbeing support networks and information
Enable staff to access a range of evidence-based interventions to support 
positive physical and mental wellbeing

Working Together  Sub-Group 1 will be responsible for the implementation and success of both the Health & Wellbeing and the Culture & Identity 
commitments & actions. As such, this group will be comprised of representatives from existing initiatives within the Partnership, including established 
transformation projects and Mental Health & Wellbeing champions, minority groups and the third sector (see Appendix 3 for more detail). A central project 
coordinator will ensure information sharing and cross-working between the sub-groups to ensure optimum collaboration and successful outcomes.

Benefits for Service Users:
Services will be provided by happier, more motivated and resilient staff with an improved sense of belonging, mental health and more appropriate workload; 
this will result in the delivery of higher quality care. With stronger emphasis on high quality patient care, waiting times become shorter with fewer patient 
complaints resulting in higher staff satisfaction and greater improvements in service.

Benefits for Staff:
All staff will be treated fairly and consistently. Importance and recognition given to their heath and workload by the organisation in general, and their managers 
in particular, will result in reduced stress levels, allowing for more mental space to focus on other tasks. Staff will be happier, more motivated, resilient and feel 
how valued they are to both the organisation and also to the community of Edinburgh that they support.

Benefits for the Organisation:
Staff will have improved motivation, commitment and organisational performance as well as quality of decision-making and service delivery. There is likely to 
be a reduction in the number of staff requiring sick leave and other unexpected short term absences as a result of a mentally & physically healthier workforce.

Performance Indicators:
To be determined by the sub-group. 
Likely to include a staff survey, noting trends in sickness absences & turnover of staff, use of overtime, bank and agency staff, and uptake & completion of 
training by staff.

Health & Wellbeing

APPENDIX 1



Theme
Commitments
- We pledge to:

Actions
- In order to achieve the commitment, it is suggested that we will:

Partnership’s Identity Identify, build and promote a shared culture for the 
Partnership

Define a strong and clear Partnership identity

Develop an internal approach to build a sense of belonging, including communications 
work needed to build a shared identity
Create an inclusive culture, and develop awareness campaign to promote our culture 
externally

Parity & Equity/ Addressing 
Inequalities

Champion equality, equity and fairness at the heart of 
everything we do

Ensure equal access to line management support for all staff (e.g. there are regular line 
management touch-points in place)

Provide training to improve staff awareness of cultural sensitivities and biases

Ensure equitable representation across panels, boards, committees and interview 
panels
Use equality groups across EHSCP and Edinburgh to inform the Partnership's strategic 
priorities and direction
Ensure policies and guidelines work for all staff and ways of working
Set contractual expectations; e.g. living wage, wider support for health and wellbeing, 
time allowed for CPD
Adopt a fair and equal approach for new initiatives
Demonstrate to the public that equality and fairness is at the heart of everything we 
do

Basic Understanding of the 
Partnership’s set-up

Enable staff to understand the teams and functions within 
the Partnership

Create a visual overview of the Partnership’s teams & functions

Communication (between 
departments, & externally)

Ensure equal/equitable engagement with staff
Further develop communication channels across the Partnership to ensure equal 
opportunity for all staff to be informed and contribute to Partnership activities

Improve access to distribution lists for all staff in EHSCP so people feel included

Provide opportunities for all staff to contribute to the strategic direction of the 
Partnership

Ensure staff feel recognised and valued for the work they do Invest in ways of recognising achievements and making staff feel valued

Values Treat our staff with the dignity, respect, kindness and 
compassion they deserve

Drive a consistently fair approach for time-off-in-lieu

Reflect and adopt the culture within in the Edinburgh Health 
and Social Care Pact

Interpret and implement the principles and values of the Edinburgh Health and Social 
Care Pact across services areas, departments and teams

Performance Indicators:
To be determined by the sub-group. 
Likely to include a staff survey, tracking the percentage of staff participating in appraisal systems, and the percentage and range of staff contributing to the IJB's 
strategic priorities and direction.

Working Together  Sub-Group 1 will be responsible for the implementation and success of both the Health & Wellbeing and the Culture & Identity commitments & 
actions. As such, this group will be comprised of representatives from existing initiatives within the Partnership, including established transformation projects and 
Mental Health & Wellbeing champions, minority groups and the third sector (see Appendix 3 for more detail). A central project coordinator will ensure information 
sharing and cross-working between the sub-groups to ensure optimum collaboration and successful outcomes.

Culture & Identity

Benefits for Service Users:
Modernising working practices in the workforce and in services will improve communications and encourage collaborative working, which will decrease risk and 
improve the quality of care provided. Services will be delivered by a well-informed work force that reflectsx, at all levels, the diversity in the population that it 
serves and who understand and respect the needs for a diverse range of services.

Benefits for Staff:
Staff will feel that they are supported, developed, motivated to reach their full potential and managed positively. Staff will have an explicit system to support 
performance, which will set clear objectives and provide support for development. Feedback on performance will facilitate development and motivate staff to 
perform, to their full potential. Staff diversity will be valued.

Benefits for the Organisation:
The IJB will have a rich and diverse workforce, which reflects the local population. Research evidence suggests that higher rates of staff involvement lead to lower 
absence rates, better organisational results, higher commitment and trust; ultimately good outcomes for better patient care.



Theme
Commitments
- We pledge to:

Actions
- In order to achieve the commitment, it is suggested that we will:

Considerate, timely changes
Engage with those impacted before planning or making 
any changes

Ensure staff feel involved in decision making and have the opportunity to ask questions

Recognise and support that staff may require new or updated skills for new/different 
ways of working, and that this will also require time

Tools & Equipment
Utilise the opportunities presented by IT/ Digital 
developments to transform our ways of working

Use digital tools and equipment to improve and enhance how services are delivered

Provide the right equipment to assist with workload & work-life balance, where relevant 
or feasible for the role
Implement and maintain training on Partnership systems

Create contingencies for when IT/equipment breaks or is no longer fit for purpose

Mapping skillsets & knowledge 
sharing

Promote knowledge sharing, map skillsets and identify 
gaps to be filled

Undertake a review of workforce skills and competencies, and develop the best method 
to share this information/skills amongst staff
Improve access to accurate data, analysts and data cleansing

Capacity Build capacity and flexibility within our workforce
Undertake a review of retention to understand core reasons why staff leave, to inform 
further actions
Review and manage sickness absence across the Partnership
Reduce our reliance and spend on agency staff
Review agility and adaptability across services, with a view to supporting greater 
workforce flexibility

Develop our strategic Workforce Plan in line with Scottish Government guidelines

Promote new roles and working practices that help 
develop our future workforce

Review capacity problems across our services and identify appropriate solutions

Take steps to create multiskilled people and teams, ensuring a good mix of skills is 
available and provide opportunities to learn from others

Recruitment Integrate and streamline our recruitment processes Develop resources and guidance to support recruiting across the NHS & CEC systems

Attract and retain new talent into the workforce by advertising progression in job 
adverts and speaking to potential recruits to identify what would attract them

Partner with Higher Education Institues (HEIs) and Further Education Institutes (FEIs) to 
fast-track people into Health & Social Care jobs via a few modules

Modify and enhance the induction process for new 
members of staff

Establish an EHSCP induction, rather than individual NHS/CEC inductions

Performance Indicators:
To be determined by the sub-group. 
Likely to include Workforce Plans to identify numbers and types of staff required now and in the future, monitoring of vacancy rates, and reviews of the efficiency and 
effectiveness of recruitment processes.

Working Together  Sub-Group 2 will be responsible for the implementation and success of the Workforce Capacity & Transformation commitments & actions. As such, 
this group will be comprised of representatives from NHS Lothian, CEC and the third sector, along with staff with relevant skills (see Appendix 3 for more detail). A 
central project coordinator will ensure information sharing and cross-working between the sub-groups to ensure optimum collaboration and successful outcomes.

Workforce Capacity & Transformation

Benefits for Service Users:
Recruitment and retainment strategies will ensure that the IJB's workforce supports service users' choices, and have a better experience of care delivery. The right 
staff, with the right skills, will be in the right place at the right time to provide health and social care services.

Benefits for Staff:
Staff will feel welcomed, supported and valued by the organisation and equipped to undertake their role effectively and will have the confidence of, and confidence in, 
their colleagues to do the same. Sufficient workforce capacity will result in reduction in stress and sickness absences, and better wellbeing amongst staff.

Benefits for the Organisation:
The IJB will have effective and efficient Workforce Plans and Recruitment Strategies which meet legislative requirements and improve staff loyalty. Staff involvement, 
partnership working and good employee relations are particularly important during times of change. The IJB will be able to retain its current workforce and enhance 
performance. This will reduce costs associated with recruitment and sickness absence and improve efficiency and effectiveness and reduce organisational risk.



Theme Commitments
- We pledge to:

Actions
- In order to achieve the commitment, it is suggested that we will:

Retaining staff Champion personal and professional development
Develop a strategic approach and empower our staff to advance their roles and careers as far as 
desired, irrespective of background, profession, contract length or grade

Define clear career pathways across the Partnership, and market the career opportunities that 
exist within the Partnership both internally and externally 

Training
Ensure equal and open access to a range of training 
approaches across all contracts and positions

Devise a new and innovative approachs to learning and development that help to recruit, up-
skill and retain our workforce

Promote opportunities for sharing practice and learning within and across services and teams

Ensure our workforce have equal and open opportunity to tailored wellbeing, mentorship and 
continuing professional development (CPD) training or support programmes

Lead the development of a Lothian-wide Development 
Hub

Develop a Lothian-wide Development Hub that can offer staff further developmental support

Invest in training
Develop strong links with Universities and Colleges to 
inform a more strategic approach to the future 
development needs of our workforce

Develop strong relationships with Higher Education Institues (HEIs) and Further Education 
Institutes (FEIs) to ensure a more strategic approach to the future development needs of our 
workforce
Utilise Modern Apprenticeships in Health & Social Services

Leadership Promote leadership development within the Partnership Develop an Adaptive Leadership Development Programme for the Edinburgh Partnership.

Promote adaptive leadership skills across the organisation – recognising that leadership is not 
just line management
Ensure support for new leaders of services 
Promote the importance of leaders being accessible, visible and in regular contact with people 
they support

Performance Indicators:
To be determined by the sub-group. 
Likely to include improved access to wider range of learning opportunities, evidence of career development, and increased number of enhanced & new roles.

Working Together  Sub-Group 3 will be responsible for the implementation and success of the Implementation and success of Leadership & Development commitments 
& actions. As such, this group will be comprised of representatives from EHSCP strategic planning, human resources, finance, and higher education establishments (see 
Appendix 3 for more detail). A central project coordinator will ensure information sharing and cross-working between the sub-groups to ensure optimum collaboration 
and successful outcomes.

Leadership & Development

Benefits for Service Users:
Investment in, and modernisation of, learning and development will ensure care is provided and supported by competent and skilled professionals and support staff – 
working effectively together, placing patients at the centre of all they do. Public and patient safety and protection will be enhanced through staff whose skills are 
updated, maintained and extended in line with changes and advances in knowledge.

Benefits for Staff:
Investment in, and modernisation of, learning and development will ensure care is provided and supported by competent and skilled professionals and support staff – 
working effectively together, placing patients at the centre of all they do. Public and patient safety and protection will be enhanced through staff whose skills are 
updated, maintained and extended in line with changes and advances in knowledge.

Benefits for the Organisation:
The IJB will be able to retain its current workforce and enhance performance. NHS Highland will see investment in learning and development as an investment in staff, 
which enhances the quality of health and healthcare services and reduces organisational risk.



Medium-Longer Term Actions
Review ongoing demand & capacity trends, and mitigate any disparities
Staff transport
Further work to improve recruitment and retention practices (beyond the 0-3 year plan)
Look at smoothing the processes and procedures for working between NHSL & CEC
Consider shared workspaces with 3rd sector
Rationalise, revise & integrate systems and processes

The previous commitments and actions currently fall into the short-term (0-3 years); there is an 
acknowledgement of actions that require more discussion and collaboration required between various 
groups to determine the detail and direction for these - a sample are listed below as projected medium- 
and longer-term actions.



Role Responsible for Possible Membership
Overall Co-ordination Overall drive and success of all short-term 

commitments & actions; 
Management and coordination of the working groups

To lead the coordination and delivery of the workforce strategy 
across the Partnership (possible secondment opportunity)

Working Group 1 Implementation and success of Health & Wellbeing 
and Culture & Identity commitments & actions

• THRIVE member(s)
• Mental Health & Wellbeing champion
• Comms Team rep (re: Weekly wellbeing updates,

communication framework for staff, etc)
• Reps from existing minority groups  (e.g. BME, LGBTQ+, etc)
• Rep from the EHSCP Edinburgh Pact team
• Rep from EHSCP 3Conversations team
• ACT IT & other third sector reps

Working Group 2 Implementation and success of Workforce Capacity & 
Transformation commitments & actions

• Rep.s from NHS, CEC & 3rd sector (especially front-line staff)
• IT rep
• Rep from EHSCP 3Conversations team
• Skills mapping expert

Working Group 3 Implementation and success of Leadership & 
Development commitments & actions

• Rep from NHS Human Resources
• Rep from CEC Human resources
• Rep from Finance/Savings Governance
• Rep(s) from Higher Education establishments
• EHSCP Strategic Planning rep

APPENDIX 2
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Introduction

The needs of our citizens and the way we deliver health and social care across Edinburgh is 
shifting, and as a result we need to future proof the way we work, and how we deliver services. 
With advances in health and care we are living longer; however we are also seeing an increase 
in people living with frailty and multi-morbidity, putting an increased demand on our services 
and our workforce.

Alongside existing challenges to delivery of services, the recent Covid-19 pandemic
created a period of uncertainty and additional pressures. Our workforce rose to the
challenge of providing services throughout; one member of staff highlighted that they
are “proud of the workforce we have, the commitment they show to the people in
Edinburgh and also to the organisation. Staff have showed immense resilience, have
adapted to change and continue to do so.”

‘Working Together’ is the Edinburgh 
Integration Joint Board’s (EIJB’s) inaugural 

blueprint for delivering a caring, healthier and 
safer future for the population of Edinburgh.

Our workforce plays a key role in how we cope with this growing demand and
changing environment; having well engaged-with, motivated and supported staff
ensures that Edinburgh can continue to receive caring, compassionate and person-
centred services of the highest possible standard.

We are already implementing a range of transformative changes to how we deliver services, and our whole
workforce has a key role to play in successfully delivering these changes. ‘Working Together’ will help us support
our staff to face the challenges and opportunities that lie ahead. It sets out our vision and priorities for the
workforce and how we will get to where we need to be. The strategy will deliver against an overarching vision
and aspirations, and our 4 workforce priorities: Health & Wellbeing; Culture & Identity; Workforce Capacity &
Transformation; and Leadership & Development.

This ambitious strategy has been 

developed to ensure we have a 

skilled and capable workforce 

for today and tomorrow that can 

deliver on our strategic 

priorities, and meet the health 

and social care needs of the 

citizens of Edinburgh.

Whilst the Partnership is stronger and better together, there are some everyday challenges
which can make it difficult to truly work as one team. These challenges, combined with
growing demand, mean this is the time to stop and think about what our workforce needs
to adapt to meet future needs, and the infrastructure to support that change.



EIJB Strategic Priorities
Established on 1st July 2016, Edinburgh’s Integration Joint Board (IJB) is responsible for planning the future direction of and overseeing the operational delivery of 
integrated health and social care services for the citizens of Edinburgh. 

Services delegated to the IJB from both the City of Edinburgh Council (CEC) and NHS Lothian (NHSL) fall under the broad headings of Adult Social Care Services; 
Community Health Services and Hospital based Services.  These services are largely delivered by the Edinburgh Health and Social Care Partnership (the 
Partnership), although some are managed by NHS Lothian and are referred to as “hosted” or “set aside” (add link to strategic plan).

The EIJB is required to produce a strategic plan every 3 years, setting out the vision, intent and strategic objectives for health and social care in Edinburgh.  The 

strategic objectives are now being reviewed and updated (2022-2025), with a focus remaining on prevention and early intervention to support independence and 
tackle health inequality, in order to help more people take control of their own health and wellbeing, and feel empowered with the resources, tools and support 
needed to live well. 

The updated service strategy objectives for 2022-2025 are:

Support our people and 
partners to use our 
collective resources 

effectively

Partner to shift care 
from hospital to 

community settings

Embed improvements 
to prevention and 
early intervention

Work with partners 
to close the  

inequality gap

Positively transform 
the quality, 

experience and 
impact of our services

The alignment of our Strategic Plan and ‘Working Together’ ensures we are able take an integrated approach to our future planning arrangements. This is vital 
given what is an ever increasingly complex context for planning and delivering health and social care services across Edinburgh. We also anticipate these 
objectives will adapt to incorporate the new National Care Service objectives.



Use of Health & Social Care Services

Home care hours provided in Scotland 
between Jan-Mar 2018:  1,122,155 hours

In Edinburgh, 70 GP surgeries 

provided 3 million consultations / 
treatments in 2018/19

1 in 20 people of all 
ages in Scotland received 
social care support and 
services during 2018/19

Data from EIJB Annual Performance Report 2019-2020,  Insights into Social Care in Scotland 
(Report) (isdscotland.org), Carers Census: results 2018 to 2019 - gov.scot (www.gov.scot)
and General practice - demographics data visualisation - Up to 30 June 2021 - General 
practice - demographics data visualisation - Publications - Public Health Scotland

18-29%
The Scottish Government 

estimate of the increase in the 
need for health and social care 

services between 2010 and 2030 

In tax year 2018/19, 91,810
people received home care in 
Scotland. This is equivalent to 17 
people per 1,000 population

As of 31 March 2019, Health and Social 
Care Partnerships were financially (partly 

or fully) supporting 45,845 people to 
stay long-term in a care home in Scotland. 

In 2018/19, an estimated 136,900 people had an 
active community alarm and/or a telecare service. This 
is a 3.8% increase in provision from the previous year.

Around 20% of people aged over 75 are in receipt of a 
community alarm/telecare service

62% of adult carers supported by local services provided 
an average of 50+ hours of care per week. The majority of 
young carers supported by local services (65%) provided 
up to 19 hours of care per week on average.

Scottish GP practice demographics:

https://www.isdscotland.org/Health-Topics/Health-and-Social-Community-Care/Publications/2019-06-11/2019-06-11-Social-Care-Report.pdf
https://www.gov.scot/publications/carers-census-scotland-2018-19/
https://publichealthscotland.scot/publications/general-practice-demographics-data-visualisation/general-practice-demographics-data-visualisation-up-to-30-june-2021/


Within the Edinburgh Health & Social Care 
Partnership, there are four locality areas, 

with their own populations: 

146,764

119,568

113,990

138,179

Projected Demand in Edinburgh
Edinburgh has an ever-growing dependent population1, in the last 10 years up to 2019 the overall population 
increased by 13.3% (16.7% of this was the over 65 population), from 463,000 people to 524,000. Scotland’s 
overall population for over 65’s increased by 20%. The population is projected to grow further to 586,566 by 
2043. By 2043 the proportion of dependents will represent almost half of the population in Edinburgh, expected 
to increase to 47.6%, 20% of this represents over 65s.
1A ‘dependent population’ is defined as that part of the population that does not work and relies on others for the goods and services they consume, 
for example under 15 and over 64-year olds. 

The overall trend of more people receiving personal care services in 
their own homes likely reflects two underlying factors: an increasing 
older population, and a move away from long-term care being 
provided in hospitals and Care Homes towards care being provided in 
people's own homes for as long as possible. Free personal and nursing 
care, Scotland, 2017-18 - gov.scot (www.gov.scot

Long-term disorders are the main challenge facing healthcare systems 
worldwide.
Multimorbidity is the norm in Scottish patients over 50. However, 
although multimorbidity is most common in older people, most people 
with multimorbidity in Scotland are under 65.
We don’t know enough about multimorbidity and the natural progression 
of disease, and which combination of diseases are more likely to occur 
together over time, and the patterns and effects on outcomes.
(University of Glasgow - Research - Glasgow Research Beacons - Addressing Inequalities -
Tackling the spiral of multimorbidity)

In Scotland, 77.1% of people receiving care and support from social care 
in 2018/19 were aged 65 and over. Given the predicted increase in the 
numbers of population over 65, it follows that the demand for social care 
will only increase too.(Insights in Social Care: Statistics for Scotland 
(publichealthscotland.scot))

The ratio of older population is increasing (as 
per evidence), leading to increase in demand for 
these H&SC services, and multi-morbidities 
requiring more multi-disciplinary team working.

https://www.gov.scot/publications/free-personal-nursing-care-scotland-2017-18/pages/2/
https://www.gla.ac.uk/research/beacons/inequalities/multimorbidity/
https://www.publichealthscotland.scot/media/4294/2020-09-29-social-care-report.pdf


While the majority of the workforce operates on a full-time basis the following chart outlines the 
breakdown of full and part time staff across the Partnership

The gender profile of our total workforce highlights a predominantly female 
workforce.  The following chart highlights this in more detail showing approximately 
80% of the total workforce as being female.

Our workforce profile outlined below highlights the aging nature of our workforce.  
It also highlights the need to ensure future supply, particularly across our younger 
workforce. The chart plots the age profile for both CEC and NHSL employed staff

Our total directly employed workforce across both City of Edinburgh Council and NHS Lothian sits at just 
under 5,000 headcount.  The following table shows both the split of the workforce by employer but also 
by headcount and WTE.

The following chart outlines the proportion of the workforce split across both employers 
(headcount):

Our Workforce Profile (As at October 2021)

Headcount WTE
CEC 2468 2107.02
HEALTH 2329 1823.14
TOTAL 4797 3930.16

51%
49%

Total Workforce: Split by CEC ad Health

CEC HEALTH
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We are also able to look at our workforce In more detail for both CEC employed staff and for NSHL 
employed staff.

The chart below highlights the NHSL cohort split by Job Family.  By far the biggest group of staff within 
the NHS cohort are our nursing workforce (52%), followed by our Admin and Clerical workforce (17%) 
and our Allied Health Professions workforce (16%) 

We have also endeavoured to split our Council cohort of staff in a similar way.  The 
following chart outlines a particular mapping scenario based on a combination of 6 
‘Job Group’ headings and grades.

The largest group of staff within the CEC cohort are those within the Social Care 
job group.  This accounts for 70% of the total CEC workforce.

However, our collective workforce is much wider.  The Partnership is fortunate to work closely 
with health and care providers, charities, unpaid carers, 3rd sector/ Independent organisations, 
as well as being supported by many volunteers and unpaid carers. Together, this workforce 
makes a big difference to the daily lives of many people across the City of Edinburgh.

Bands and Grades depict the level of hierarchies within the workforce.  

The higher the band/grade the greater the responsibility and salary.

0 200 400 600 800 1000 1200
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ALLIED HEALTH PROFESSIONS GR 7+
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MANAGEMENT & ADMINISTRATION
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Workforce Pressures/ Challenges

This workforce strategy has acknowledged recent 
changes, and the impact on staff.

As Edinburgh’s population continues to grow, we anticipate increasing
demand for services, including primary care, mental health services,
homecare and reablement, public health, care homes and district nursing.
Especially in the aftermath of the Covid-19 pandemic, where there have
been rapid and potentially long-term changes in health and social care, and
an ongoing impact on the mental wellbeing of our workforce.

With these growing pressures, we have significant unmet need in the
provision of our services, alongside sustainability challenges with our
existing workforce due to a market that has been hit by competing
industries, Brexit and the Covid-19 Pandemic.

One of the sectors key strategic challenges is attracting, recruiting and
retaining staff. We have a predominantly ageing workforce (approx. 48%
over 50 years), putting us at risk of losing essential knowledge and
experience. Presently we have only 8.6% of our workforce under the age of
30, so ensuring a steady supply of talent will be crucial to building capacity,

With ongoing financial pressures in the public sector, we face a real
challenge in how we tackle some of these issues in Edinburgh, and our
workforce are supported and our citizens receive the care and support they
need.

Working Together will look to capitalise on the opportunities that these
challenges present.

Pressures and 
challenges for 

the IJB

The need for staff to 
support/drive strategic 
change on top of their 
operational workload

Supply issues to off-set 
vacancies, retirals, and 

absence
Finding time and 

opportunities for staff 
to improve and sustain 
their knowledge, skills 

and experience

Increasing financial 
pressures in the public 

sector

Ongoing impact on our 
workforce and their 
mental health and 

wellbeing 

A shift to providing 
more care and support 
in the community, and 
the need for training, 

development and 
resource to do this

Aligning our workforce 
priorities with upcoming 

National Care Service 
priorities 

Addressing the 
increasing 

inequalities gap 

Ensuring staff have the 
tools and equipment to 

do their job

Attracting, recruiting 
and retaining staff, 
building the next 
generation of our 

workforce



Our Workforce Strategy

The focus of the following pages is on the 0-3 year delivery plan; the 
medium-to-longer-term objectives have been noted, but we are unable 
to commit to a delivery plan for these yet, given the need for more 
discussion and collaboration required between various groups before 
enough detail and direction is known for these to take place.

The IJB also recognises the importance of the 3rd and voluntary sector 
colleagues in the delivery of a range of important services; this will be a 
key component of the medium- and longer-term actions.

The strategy content has been developed through ongoing 
engagement with stakeholder groups, including representatives 
from the 3rd and independent sector.  We have also incorporated 
feedback from staff via focus groups and a survey. 

Working Together provides the platform to support a step-
change in our approach.  By delivering against our 4 strategic 
workforce priorities of Health & Wellbeing; Culture & Identity;  
Workforce Capacity & Transformation; and Leadership & 
Development we can build a workforce capable of meeting the 
health and social care needs of Edinburgh’s citizens. This 
strategy sets out our vision and priorities for the workforce and 
how we will get to where we need to be together. 

Stakeholders have acknowledged that the delivery plan laid out in this 
strategy are at different stages of development and implementation, 
as some are already underway. We are happy that this is the case, and 
they are being implemented under the same governance as the other 
actions will be.



The road map
i.e. the long-term timeline; planning cycles

01

02

03

0-3 years
Short-term, achievable goals
Engagement plan outlined 
Detailed planned actions

5-10 years
Long-term goals, aligned 
with the established 
aspirations, to be developed

3-5 years
Medium-term goals to be developed
Review of phase 1 – successes and lessons 
learned – to influence focus
Further engagement to be planned



Our Strategic Workforce Priorities

• Following a series of workshops held with key stakeholders and partner organisations, 4 strategic workforce 
priority headings were identified for the 0-3 year action plan.  These being:

Health & Wellbeing

Culture & Identity

Leadership & Development

Workforce Capacity & Transformation



Health 
and Wellbeing 

“Support and enhance 
employees’ experience, both 
inside and out of work.”

Commitments:

We will:

• Value every member of staff

• Promote a positive work-life balance for all staff, and ensure leaders act as role models to achieve this

• Continually listen to our staff and ask questions so we can promote a positive, healthy and safe 
working culture

• Commit to building resilience across our workforce, to help manage and adapt to change

• Commit to promoting positive mental health, and supporting employees with their mental health

• Ensure that equal resources are available to all staff

Access to Health and 
Wellbeing resources

What does “Health & Wellbeing” 
mean to EHSCP?

Work-life balance

Ways of working / 
Flexible working choices

Mental Health 
awareness & support

Overall Themes



Culture 
and Identity

“Create a shared, safe and 
inspiring culture that strengthens 
our internal and external 
relationships and reputation.”

Commitments:

We will: 

• Identify, build and promote a shared culture for the Partnership

• Champion equality, equity and fairness at the heart of everything we do

• Enable staff to understand the teams and functions within the Partnership

• Ensure equal/equitable engagement with staff

• Ensure staff feel recognised and valued for the work they do

• Treat our staff with the dignity, respect, kindness and compassion they deserve

• Reflect and adopt the culture within in the Edinburgh Health and Social Care Pact

• Champion new ways of working for the better

Partnership’s Identity

Overall Themes

Parity & Equity/ 
Addressing Inequalities

Basic understanding of 
the Partnership’s set-up

CommunicationValues



Workforce 
Capacity & 
Transformation

“Develop a workforce that is 
adaptable and agile - ensuring 
we have the right people with 
the right skills in the right place 
at the right time.”

Commitments:

We will: 

• Engage with those impacted before planning or making any changes

• Utilise the opportunities presented by IT/ Digital developments that can help transform our 

workforce

• Promote knowledge sharing, map skillsets and identify gaps to be filled

• Promote new roles and working practices that help develop our future workforce

• Build capacity and flexibility within our workforce

• Integrate and streamline our recruitment processes

• Modify and enhance the induction process for new members of staff

Considerate, 
timely changes

Overall Themes

Tools & Equipment

Mapping skillsets & 
knowledge sharing

Capacity / Recruitment



Leadership and 
Development

“Develop a leadership approach 
that supports individuals at all 
levels to attain their full potential 
in order meet the care and 
support needs of Edinburgh.”

Commitments

We will:

• Champion personal and professional development, to support staff retention

• Ensure equal and open access to a range of training approaches across all contracts and positions

• Lead the development of a Lothian-wide Development Hub

• Develop strong links with Universities and Colleges to inform a more strategic approach to the 
future development needs of our workforce

• Promote the role of leadership within the Partnership

Overall Themes

Retaining staff

Training Leadership

Development



Next Steps

This workforce strategy sets the direction and ambition for the support and development of an engaged, motivated and valued 
health and social care workforce, with the capacity, competence and confidence to meet the needs of the people of Edinburgh. 
We will achieve our vision through a series of implementation plans which will be co-produced in partnership with staff, 
stakeholders and social partners, to deliver the commitments and actions identified in this strategy.

Delivery governance structure:

Longer-term actions have also been identified – these are just as relevant, but require more collaboration and discussion before
delivery of them can be considered 

Please see Appendix 1 &2 for the 
proposed steps required for the 
implementation of 0-3 year action plan 
and the detailed proposed governance to 
ensure the delivery of our strategy



“Working Together: One workforce to deliver a 
caring, healthier and safer Edinburgh”

Vision Statement 



Appendix 1 - Short Term Delivery Plan

See separate document



Appendix 2 – Delivery Groups

See separate document
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